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OFFICE OF PERSONNEL MEMORANDUM NO. 20-50-5 

SUBJECT : Disability Retirement - Supporting Documentation of 
Employee's Duties 

REFERENCE: 


1. Reference requires the supervisor responsible for preparing 
the Fitness Report for an employee being processed for disability 
retirement under CIARDS to submit a statement describing the apparent 
nature of the applicant's disability and explaining the manner in 
which it affects his official duties. In addition to this statement, 
a description of the duties expected of the individual is now 
required for the use of the Board of Medical Examiners, Office of 
Medical Services. A copy of the Position Description and, if appli- 
cable and the component has no objection, a copy of the individual's 
Letter of Instruction will satisfy this requirement and should accom- 
pany the application. As this material will remain in the Office of 
Medical Services it may be classified as to content. 

2. Although the supervisor is responsible for preparing the 
statement, the component Personnel Officer is responsible for 
ensuring that the statement, the Position Description and the Letter 
of Instruction are submitted to the Retirement Affairs Division on a 
timely bets is. To alert the Personnel Officer of the need for these 
items by the Board of Medical Examiners, a member of the Retirement 
Operations Branch, Retirement Affairs Division will advise the 
responsible Personnel Officer when a member of the component applies 
for disability retirement. 

3. In Civil Service disability cases, the supervisor describes 
the applicant’s duties as item 5 on Form 2801-A, Superior Officer’s 
Statement. Since this statement is forwarded to the Civil Service 
Commission, it should be unclassified. 
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The Honorable James T„ lyan, Director 
Office of Management sad Budget 
Washington , .9* C. 20S03 

Star Mr. Lyrmi 

This responds to that portion ©£ Mr. Ash*s letter o£ 

30 January 1975 which relates to the CIA Ret i resent aad 
Disability System (CIARD5) . 

In requesting that wo review the desirability of merging 
eiAUSS with the Civil Service Retirement System (CSES), Mr, 
Ash noted that the difficulties inlieront in providing for 
unfunded liability and in updating our system to parallel 
changes in the CSRS OTgue for a merger. 

Based ©a our review, I have concluded, that the interests 
of this Agency will ho served better aad sore efficiently 
by continuing CXAR3S as a separate sys tow. Caen viswi in 
the context of sound personnel ssnagement and related con** 
sider&tions of ecorumy, security, administrative ease and 
morale, tha problems of providing for unfunded liability 
vsad of updating our System do not appear serious enough to 
warrant aorgor. Moreover, wo believe it to bo loss difficult 
to obtain legislation to overcome those two jprefelo&s than to 
obtain the legislation needed to achieve merger, and sa appro* 
priata legislative proposal has already been prepared. We 
submit the following iaformaticn in support of our views aad 
conclusions* 

1. First, let m note that a unique retirement 
policy responsive to the needs of this Agency aad 
directly integrated into oar personnel aanagemeAt 
system existed oven before enactment of Cl ARDS. 
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a* The first recorded concern &£ Agency 
su*f.&goa*at for rotirosjoat at ages earlier tfeaa 
the aandatory of 70. as provided u$«!§r tho 
Civil Service Retirement System was sad© as 
early as October 1953 i« a. report of a tusk 
force on legislative aits* This report Mentioned 
that 59139 work in CIA required a eosMnatios of 
cental, physical and psychological characbe-ris- 
tics which are found ia diminishing proportions 
ia employees past ago SO. This was the feegiimin 
of the devoZopjsse.nt of a policy of w oarly'* retire 
ssoni (i.©., earlier than ago 70) and, also, 
toward the eventual development of CIAR2S. 

fe. Ceperated fey a cc-stimiisg and serious 
eoncera about the seed to keep the Agency *s work 
force yoaag aa<! vital, tha Director of titatrai 
Intelligence approved la 1939 a policy calling 
for rotiroaeat at age 60 or as soon thereafter 
as employees feeeom© eligible for aa is*sieiiata . 
annuity -* at the tiae, age $0 with 30 years of 
service or age 42 with fivo years of service* 

The significance of this 4avelop$>cnt is that 
it was the first step toward patting in the ' 
hands of ftcaagoisont the scheduling and control 
of rot it aments; before then, such control was 
lacking and retirement was subject to th@ deci- 
sion ©f employees* It was recognised at the 

tiia© that the stm policy departed significantly 

frost the mandatory provisions of the Civil - 

Service Set I reseat System cad that the Agency • .-: - • 
ran the risk of outcry and oven legal action . 
froa affected employees. Despite the risks _• 
the Agency proceeded because of the extreme ~ 

1 nportanee attached to the age 60 retireseat 
policy, 

e. The 1946 Federal Salary Act authorised 
retirement at ago 60 with 20 years of service, 
sad oar ”aasdatory w re ti resent policy was revised 
accoTdisiily for oaployees covered fey the CSRS. 

4, la late 1967 the Agency conducted a 
comprehensive review of this policy. On 5 May 
1963 the Director of Central Intelligence re- 
affirmed the policy and also approved a retire- 
ment rationale in support of this policy, 1 
believe it is relevant to our present review 
to attach that rationale. Ia it you will note 
the critical relationship between ©ur retirement 
policy and the proper functioning of this Agency. 
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e. Early retirement in CIA has contributed 
mightily to three objectives of Agency management. 
The most significant of these is that the large' 
number of retirements aided greatly in meeting 
personnel reductions, and we were spared the 
agony, strife, and attendant potential security 
problems of initiating massive adverse separation 
and termination actions. In addition, these 
retirements assisted in keeping the Agency young 
and creating headroom for promotions. For exam- 
ple, for the five fiscal years 1970-1974, there 
were | R etirements; the average age of retire- 

ment reduced from 56.3 in FY 1970 to 53.3 in FY 
1974. In FY 1970, 54.6 percent of retirees were 
under age 60; in FY 1974, 87.8 percent were under 
age 60. There is little question that the retire- 
ment policy has served the Agency well. 


f. Enactment of the Fair Labor Standards 
Amendments of 1974, which included a prohibition 
against age discrimination, forced us to revise 
our "mandatory" retirement policy for employees 
covered by the CSRS from one requiring retirement 
at age 60 to age 65. This change has caused deep 
apprehension that the many advantages of the earlier 
age 60 policy would be diluted or even lost and,, . .... 
as a result, serious personnel management problems 
would ensue. Despite this change, we continue to 
hope that employees will view early retirement 
favorably, thus minimizing. the effect of the change. 


2. I have included the above summary of our long- 
standing policy in order to establish that the retirement 
of Agency employees historically has been a matter of deep 
and continuing concern to Agency management. This policy, 
which deviated dramatically from that generally found else- 
where and more specifically from that provided by the Civil 
Service Retirement System, has been a key facet of the 
Agency’s personnel management system. With this background 
on our overall retirement policy, I wish now to establish 
that CIARDS -- which was obtained for a unique category 
and limited number of employees -- has become an even more 
integrated part of our personnel operations. 


I 
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3 ‘ In 1541 tho Ileus© A tw>ad Services Committee 
expressed Its desire for the Agency to have a 
retirement system that "would stand ou its mm 
two feet* 4 * Xa 1564 CIAP.D3 was enacted Into law 
to provide retirement for certain employees ©£ 

GIA whose duties were clearly distinguishable 
from aortal government employment, In 1565, 
just as the Agency was installing the sew retire- 
neat system within CIA, a White House Cabinet 
Committee was appointed to eanala* all federal 
retiromsat systems* That Coast t tee devoted s&mo 
of its time to coasidering the merger of other 
retiroseat systems with the Civil Service System, 
which, in its view, would contribute to hotter 
and feoro economical administration, maximum 
across-the-board consistency and hotter coor* 
dilation with other fringe benefits* While all 
that seesas to constitute a laudable goal, the 
Committee did, however, recognise that the 
symageseat contexts la which retirement systems 
operate differ* Hence, the Committee acknowledged 
the vastly different organisational complexions 
of the military services and the Foreign Service 
and concluded that s 

(Military Services Setiremoat) 
and FSa (Foreign Service Retirement) are : :_ 
management oriented to a greater degree •- • ' 
than is C$8, (Civil Service Retirement), 

Both are closely coordinated with their 
— respective personnel systems to facilitate, - 

the retention md promotion of the most • - 
able and to separata or retire the least 

able as well as those no longer able to 

• fully seat requirements of the service. 

The close coordination between these 
retirement systems and their respective 
personnel systems Is a basic reason for 
their continued separate existence*'* 

Wc bslieve that the CIARDS is even sore unique — •" 
among Federal retirement systems, not only insofar 
as it has become an organic part of our organisation, 
hat also la that a good part of its methodology fells 
within the purview of the Director's statutory responsi- 
bility for protecting iatelligoaca sources' and methods* 

_ I will explain these tw© aspects: 


4 


> > _ . — . 
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. . . (1) CIAK8S is not just an ordinary . . 
retirement &ys w« that happens ta i>c 
separate iroa Civil Service# It la 
uniquely tied into the whole Agency 
fabric *f Qua of the 

statutory criteria for' participation 
la CIAisSS is the performance of duties 
Zbjtt at© ^'clearly distinguishable from 
nonia.1 gev&ruisent esp leyam t # li A Retire* 
seat Board, consisting of senior Agency 
employ ess , reviews all requests for 
admission te ClAIiSS to ensure that the 
statutory a&s regulatory requirements 
governing qualifying service end other 
eligibility roqmreaeats are rigidly 
adhered to. The Board reviews the 
espioy&eat record of participants 1st . 

Cl ARDS at certain intervals to ensure 
continued eligibility to regain In CIARPS, 
This activity is conducted throughout 
the Agency and results in esapleyoe* 
is lag dropped frogs CIAEDS or tabes Into 
it# Rigid control is &3 1 nt allied by the 
Beard and &&&a£*8#ftt of the typo of 
service which is qualifying to ensure 
cosaplience with the spirit and intent 
of the Isw, This typo of activity is 
closely intertwined with and requires - •- - 
the participation of Agency mnsg&sm&t 
and the assy Career Services ox Career — 
Service Sub-Groups into which CIA. 
perseaael are divided# Since the 
special rotire&o&t benefits of CIA&S53 
were sought and obtained for approxi- 
mately a third of Agency personnai, 

«- the balance to ho covered by the 
Civil Service Retirement Systea — 
the control, review, and designation 
functions currently being performed 
would have to bo maintained oven with 
a merger with the Civil Service Retire- 
ment System. In our view, merger would 
not only compound the administrative 
complexity of this activity, but would 
E&he it ir>eyo expensive to £© flora. 
Seedless to say# legislation would be 
required to achieve this separate func- 
tion, even though the Systems are merged. 
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and would ho likely to generate exteas Iv© 
discussion, sud debate as to the rationale 
for the |sro|ioso4 4e line- at ion of responsi- 
bilities. 

(2) the CIARSS is also auch more 
««a4gsffieat-uirocta4 thm is the Civil 
Service System another feature that 
adds uniqueness. The Caret? Service 
concept gives management' a, large role 
over the careers, sad even ©?#r the 
lives, of 'the participants, directed 
assignments are not uaemmoa* To staff 
our Station in Vietnam during its peak 
years, for example, required ordering 
officers to duty there against their 
personal preferences. The iactstiv© 
of qualifying for CIARBS as a benefit 
Of such service materially assisted 
our staffing of this and other overseas 
ureas. Actual retirements below the 
mandatory retirement age in CIAkDS are 
also a functica of saa&gossent* Unlike 
the Civil Service Retirement System, 
voluntary retirements under ClARDS are 
permitted only with the approval of the 
Director; and the director can retire 
involuntarily any participant with nt - 
least 2S years of service or one who is 
age SO with 28 years of service. CXARD3 
is, than, more of a management tool than 
is the Civil Service Retirement System; 
sad it is a tool that is Integrated into 
the framework of Agency aanageseat 
practices* 

(5) Mr* Ash 1 s suggestion to serge 
CIAlis with the Civil Service 'Retirement 
System farther raises a concern beyond 
retirement, Hers I as referring to the 
Director’s statutory responsibility to 
protect intelligence sources sad methods; 
and many of our activities is CIARDS la* 
valve methods which we feel cospelled t© 
keep classified, under control, and known 
to as few persons as possible. 


6 
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I think it is safe to say that because 
of our statutory r©sp©n3i?>iiiti©S, th® Agency 
sust employ and utilise individuals in a 
variety of ways not found ^lsowher® la tho 
Federal government* la ths main, those are 
those ^certain employees** referred to ia - 
the title of the CIARDS Act who are par* 
forcing duties that are *** * • so specialized 
because of security roquirs&osts as to be 
clearly distinguishable from normal Covers* 
most osploymeat ..*,** one of the statutory 
criteria for admission to CIAFDS* Often 
these employees are under cover ia various 
other organisations; some are serving ia 
,T aoft*o££icial' f capacities, la s>,ost cases, 
participation ia CIASPS is based ©a service 
overseas* All these various types of 
employment situations and service involve 
classified information and sensitive 
methods which must be protected sot only 
during employment but oven after retire* 
most* Merger with the Civil Service 
Retirement System would require the Civil 
Service Commission to develop and saiataia 
special security procedures; to install 

necessary equipment, e.g. , safes; to clear 1 1 : ... 

and instruct large groups of employees ia 
the proper handling and custody of these - - “ - 
classified cases. There is also the _ 

problem of the retiree who ssy sot, . - ~ 

because of security reasons, receive . .. '. . 1 

his annuity ia the fora of a 0. $. check* 

We beUeve the Director, Bureau of Retire- 
ment, Insurance and Occupational Health 
would have to overcome serious problems 
ia order to accommodate the security aad 
other requirements of our retirement system. 

b. Merger, therefore, would require replacement 
of tested procedures, controls sad mechanisms under 
~ say control. Substitutes -- even if acceptable ones 
could be developed, and 1 doubt that they could — - ■ 
would not be under my control. The result would 
ispair wf statutory responsibility. The CIAED5 
System, interwoven into a larger contest of Agency 
saaageseat and highly classified methods, administers 
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such ©otters routinely sad with great sad secure 
efficiency* Participants retired under such cir- 
cues t cnees are CIA’s responsibility to administer, 
not only until they die, bat until all their sur- 
vivors eligible for retirement benefits are dead 
too, 

5. Tho Cabinet Commute® on Retirement acfeswledged 
that the Foreign Service and the Military Retireseat Systems 
could he excluded frost a scheme for merger because these 
retirement systems were more management -or ienied . We think 
that this conclusion is sound ia that it did sot view all 
independent retirement systems merely as groups of lesser 
nusbers of employees; it wisely accorded appropriate weight 
to the peculiar characteristics or the quality of the 


sad® up those Independent systems* As m have discussed 
above. Cl ARBS is st least the equal of FSttaad HSR in 
tlieso respects and that, ia addition, the CIARBS has 
unique peculiarities, dm to the clandestine complexions 
of easy Agency careers, that fall under the Birector’s 
statutory responsibility* 

4. £?©w let me address the subject of the morale of 
our Cl ARBS participants ss it would be affected by merger 
with the Civil Service Systea. To lump these participants 
Into the Civil Service Systes now, after tea years Of ad- 
ministering a separate retirement system which recognised 
the peculiarities of Agency employment 4 would, la our 
Judgment, diminish the effectiveness ©* an asset that _ 
our Go vermaent and this Agency need today* Perhaps 1 
can underscore this by quoting from a statement ©ads by 
a former Director, John A, McCone, to Congress on 
10 December 1062* Testifying on behalf of the C1ARBS 
Sill, ho said} r! I consider the enactment of the pro- 
posed Bill (and this was for a separate system) essential 
to the effective performance of ©nr mission, w More 
currently, our Deputy Director for Operations, whose 
Career Service includes the largest number of CIASBS 
participants sad retirees, states i **The effect of this 
seve (the merger) on morale within the DW would bo 
disastrous and, taken with other difficulties, would, 
ia my opinion, seriously degrade the calibre of the 
people wo could hire and/or retain in the Operations 
Directorate . ** 1 fully support his position. 


Approved For Release 2002/05/07 : CIA-RDP92-00455R000300040016-2 

CCi IhDENTIAL 


I 


Approved Fd^Hbleas 


J2-004 


00300040016-2 


• - 


S. I submit at this point that the ualquo aspects 
of CXA3M am\ of the ssaployces it covers, as ^11 ss its 
relationship to our overall personnel ssnagoment systa®, 
argue for it3 continuation as a separate system. CIMQS. 
la aat it«t a ■ relatively small number of MIIMi 
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| It is a program administered in a fashion 

or by pethoes unique to the S. Covern&stit* fais u&ique- 
a«ss, which was recognized by the Congress la approving 
Cl ARDS as a separate and special retirement systoa, often 
involves cases covered by the Director's responsibility 
Vo protect sources and methods. 

Mr. Ash's letter stated that the difficulty inherent 
la providing for the unfunded liability argues for merger. 
Aftor reviewing various alternatives to tosoIvo our funaing 
proalera, the Agency's Maaftseaant Cesaitt** roeemE-ondod that 
5a proposa enactment o£ funding legislation parallel to 
that previously ©a&ctod for the Civil Service ana the 
foreign Service Systems. Wa think that tfcera are impor- 
tant advantages to this proposal j statutory precedent 
exists and the principal p&rtioa of the additional funding 
would be exespt from the appropriation process. The amount 
to be paid into CURDS would be reflected as a line item 
in the U. 3* Budget, but this lino item would reveal little 
or nothing about Agency sis© or budget mad we believe that 
the advantages accruing to CIARDS from this proposal far 
r outweigh the disadvantage. W*ith raspeet to the difficulty --- 
of updating Cl ARDS, we believe that the proposal ia our .- 
present legislative package for the enactment of benefits - 
lor CXARDS, which ere approved for the CSSS , by administra- 
tive means (without bypassing the legislature) would obviate 
the recurring recourse to the legislative process for the 
attainment of benefits decreed for most government employees. 

Xn siiiSjssry » we believe thst merger ©£ CIAKSS with the Civil 
Service Re ti resent System would deprive the CIA of an important 
sanaaeaent: tool, would result in greater odsSaSstratlvo expense, 
tf^uld crests acute administrative and security dir ficslt ios , and 
would seriously affect the morals of these Agency employees for 
w hoa CURDS was enacted. Enactment of our proposed legislative 
program would salvo the difficulties of funding osd updating of 
benefits without jeopardizing our present Cl ARDS System and. its 
l&portant contribution ,to our personnel management program for 
a major and unique category of Agency employees. 

Sincerely, 

til 

W. S. Colby 
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retirement rationale 


1 The production .of intelligence bearing on the national yv . 
seC uritv for use at the highest levels of policy deter prnnatx on of 
the United States Government is a responsibility of the J^vest _ . 

note The organization bearing this responsibility should be _ 
staffed lith persons of the highest available intellect, integrity 
professionalism, dedication, perspicacity, and dynamism. The 
r irll Intelligence Agency's retirement policy is an essential 
element of its program for ensuring that its staff possesses t ese 

attributes to the highest degree feasible. 

2 The personnel staffing program of the Agency is based on 
the concept of selective recruitment for career employment an 
h an „ ed career development. Selection standards are designed 

To accept only persons with the highest qualifications and potentia 
for development. 'The Agency’s development program provides a 
career-long blend of formal training and managed progression 
through appropriate assignments of increasing breadth and respon- 
sibility. \ 

- , Th e goal o£ the Agency's development program is to place 

the best available employee in every position. Promotion policy 
reinforces career development by advancing those who excel and 
have til capacity for farther growth. The Agency's rigorous 
system for evaluating the performance of its employees is designed 
to assure high levels of effectiveness. Those who are unsatisfac- 
tory are separated; those who are marginal or unlikely to find fu 

career satisfaction are counseled to resign. 

4 Intelligence activities are characterized by continuous 
changes - -in requirements, methods, techniques, pr ocesses an 

pmohases. As these changes occur, the Agency reassigns its 

career staff employees and provides supplementary training as 
required. To the extent that these measures do not meet the needs, 

requisite skills, experience, and special abilities are acquired by 
the employment of new personnel. 
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c ' -Rpcause there are practical limits to the size of the Agency, 

.. ‘ irement for. new "employe ei~ and the operation of the career • 

6 nt program cannot he accomplished without attrition. 

dcvelopme P 8.^ ^ involuntary separations and w;. 

Partof thi th/Xgency's system for evaluating employee 

resignation^ h ft * r Vacancies' are provided by voluntary retire- . 

P t ° and resignation and by death and disability. But together tlie.se • 

ITo'not create a sufficient number of vacancies.; ■ ; ; . 

6 The Agency's retirement policy is an integral part of its . ■ ■ t 
oeram to maintain the high le'vel of performance required by its 

P ssion and responsibilities, 'it also provides the additional attrition . 

” for career development and the acquisitipn of new em- •• 

ployees. This policy, adopted in 1959. generally limits the career. • 

span of its employees to age 60. 

7 Agency employees, with some exceptions,, have all attained 
their career peaks several years before reaching age 60. They have 
had a full CIA career and have made their maximum individual con- 
t-tution to their Government. Exceptions specifically contemplated 
are individuals who possess rare scholarship and talents that would 
be difficult to replace in the normal course of career development 

Is retirement would not be in the best interests of the Gov- 
ernment. In some esses retirement at 60 may result m loss of 

experience and know-how and only generate^ recruitment , 

and training requirement. .as.--- - 

8 It is recognized that enforcement of the policy to retire^.. . 

, . „„„ A0 occasionally subordinates the persqnal desires 

rffl^to 60 ^:: “nt.r..u ■- *. 

usually the case when it is necessary for any reason to separate -n 
T he normal voluntasy'retirement age for most Federal 
employees is 65, and the compulsory age under the Civil SeTvrc * 
system is 7 0. Similar retirement ages for CIA would result in the 
Y adual accumulation of an excessive number of employees pfjle- • 
S linin e performance, whether due to declining health, motivation 
or drive or to inability to adapt to change; - The effectiveness with 
l l the Agency fulfills its extraordinary responsibilities depends 
entirely upon the highest possible level of effectiveness in staffing 
^ Agency. Consequently, extraordinary action toward attaining 
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• Hinintr 'this goal - - such as effecting a retirement policy • •: 

warranted. . V ; ,- •• '. .•...; \ .V ■-•.■ . ■ •• 

' o Retirement at age' 60 may appear less appropriate for those ;> 
i nveeS who are in positions that are not unique to intelli- 
«W ^ possible to identify ell such 

posUions and exempt the incumbents thereof from the reUrement 

policy. > 

10 There are two reasons' for not doing so. Attempts to for-. 

criteria of differentiation would generate new problems- of 

m orale and administration. The creation of exempt categories of 
employees would foster odious comparisons. It would thwart the 
implementation of the general retirement policy indefinitely as ■; • , 

groups and individuals pleaded their individual cases. , 

1 1 The more fundamental reason for hot exempting certain 
categories of Agency employees is that the work of the Agency must 
beeper formed with utmost responsiveness. This requires a genera 
state of mind on the part of all employees that timeliness is critical, 
accuracy is imperative, and absorption with the task at hand takes , 
priority over personal distractions. Advancing years inevitably bring 
about a lessening of work vigor and enthusiasm. The larger the pro^ 
portion of older employees, the greater the debilitating effects on the 

tenor yi the Agency. - - — -* ' 

^ 12 . In summary, the age 60 retirement policy is a key ^ement 

of the Agency's efforts to attain excellence m its staffing. Without. .. 
the policy ’the entire personnel program of the Agency would be im- 
paired The most vigorous and productive individuals, finding 

themselves stymied, will leave the service or will never be per- 
vaded to enter in the first place. By shortening the career span - 
of all employees, service in intelligence will continue to be highly 
attractive to outstanding young men and women. In the end, our. 
national intelligence objectives will be best served. _ . • " 
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